Introduction
This paper presents a further development of the ideas presented by the authors in 2008 (Donnelly et al.) . In it we outline an alternative approach to understanding the processes of acculturation experienced by migrant workers and put this approach to work through a preliminary analysis of the story of a Polish worker.
In the context of unprecedented levels of inward migration to the UK, notably from CEE countries, over recent years, the issue has become the focus of much attention, from a number of quarters. However, perspectives on CEE migrants residing in the UK are ambiguous. They are portrayed in some quarters as 'good workers' who are praised for possessing a strong work ethic, positive attitudes to work, high levels of commitment and a willingness to work hard for low wages: factors that explain why they now constitute a significant proportion of labour throughout the UK (People Management, 2006) , Even the House of Lords' somewhat negative report on the economic impact of immigration (House of Lords, 2008) acknowledged the diligence and motivation of most migrant workers. Likewise, when commenting upon the 2006 figures from the Worker Registration Scheme, the Home Office Minister Tony McNulty (Press Office, 2006) , said that A8 migrants "are benefiting the UK, by filling skills and labour gaps that cannot be met from the UK-born population". Accordingly, many migrant workers have been, at least until relatively recently, officially perceived to be a valuable addition to the resolution of labour supply problems within sectors of the British economy.
However, indigenous workers may feel less sanguine towards this influx of migrant labour into the domestic job market. Despite the presumed attributes of migrant workers and their appeal to recruiters, we might anticipate a certain amount of hostility amongst indigenous workers, arising primarily from their fear of wage suppression and job replacement. On the other hand, migrants might not necessarily view themselves as being in a better economic position than indigenous counterparts. A growing body of research has provided evidence for migrants being de-skilled, de-valued, exploited and discriminated against, in terms of their pay, conditions and employability (Anderson et al., 2006; Currie, 2007; Fitzgerald, 2006 Fitzgerald, , 2007 French and Mohrke, 2006; Gaine, 2006) . Given this context, issues around workplace acculturation become important considerations. For migrants attempting to settle, even for a temporary period, the issue of how to manage relationships with those around them becomes an urgent and important one. Even though work applications from the eight accession countries have fallen to their lowest level since they joined the EU in 2004 (Home Office, 2009), we argue that particularly in the light of current economic recession the issue of migrant workers' acculturation in the workplace remains an important one.
The research agenda to date has largely been dominated by exercises in mapping, through which migrants' origins and profiles have been charted alongside their geographical dispersion and concentration. In addition their utilization by occupational type has been a focus of research effort (e.g. Anderson et al., 2006; Currie, 2007; Evans, 2007; Home Office, 2007; Lsc, 2007; Salt, 2006; Spencer et al., 2007) . Welcome though these findings are, few of the available sources of knowledge specify how the social and reciprocal exchange relations between migrant and indigenous workers, employers and/or trade unions might be characterised at an individual company level, how these might evolve over time and what might influence migrants' choice over their acculturation into the workforce. The focus of this study is on investigating what shapes people's choices and how a particular group of migrant workers position themselves within the complex interplay of work environment enablers and constraints. Such an insight attempts to complement the existing literature by providing a richer understanding of the reality of migrants' work experiences and their everyday struggles.
It is important to acknowledge that migrants' views and strategies of acculturation may be highly dependent on their plans with regard to settlement intentions (McGovern, 2007) . The nature of much recent migration from CEE countries differs from the previous migratory inflows into the UK in terms of mobility. On the one hand, a new legal status and ability to claim EU citizenship rights could encourage more prolonged stays and greater permanence. However, mobility could increase as borders are easier to cross, thus facilitating more back-andforth movement. Consequently EU enlargement represents a potentially crucial transition in relation to the strategies of recent migrants. Their options often become open and dependent on potential opportunities as when and where these appear. These temporary or even circular movements, however, not only make recent migration distinctive but also pose another set of issues. Migrants' potential lack of attachment to the new country, neighbourhood, workplace as well as indigenous workers, employers' lack of involvement in building sustained relationships might result in developing diverse types of work relations.
Bearing the above in mind but also assuming that migrant workers are likely to be an important part of the national economy for the foreseeable future, it is time to ask questions of how recent migrants negotiate their 'fit' into the British work environment, and how this is shaped and managed over time. Given the perceived migrant workers' exploitation and indigenous workers' fears over substitutability, a number of choices over adaptation strategies become available on both sides of the relationship. The dilemma whether to 'rub along' or fully assimilate is managed everyday, in particular in the work environment where the potential of tensions dominating relationships between sets of workers is potentially severe due to the common presence of mutual misgivings. These issues are addressed by complementing traditional typologies of acculturation with an approach that pays close attention to the process itself. Due to the dynamic nature of migrant workers' everyday negotiation of their acculturative choices, importance has been given to ways in which workplace relationships between migrant and indigenous workers as well as employers and trade unions are shaped and maintained over time. It is argued here that investigating ways in which migrants come to choose their strategies will provide better insight into their working life than identifying the strategies alone. Because the aim of the research agenda is to pay close attention to everyday work experiences, the research methods used are those of participant observation and autobiographical narrative interviews. Such an approach gives not only an insight into migrants' acculturation practices but also illuminates the milieu in which daily encounters between workplace actors take place.
Traditional concepts of acculturation
Modern theories of acculturation processes are a major resource in the understanding of the issues around human behaviour and experiences in the context of migration and mobility. Models are characterised by orientations towards acculturation choice being mapped onto forms of typological matrices, in which migrant choice is claimed to be determined by preferences towards 'cultural maintenance' and 'contact participation' (e.g. Bourhis et al, 1997) , or by relationships between host and migrant communities (Piontkowski et al, 2002) . From such matrices strategic choices 'available' to migrants are simply 'read off', with choices ranging from integration through assimilation, separation and marginalisation. Such matrices commonly have the overt intention of identifying 'consensual', 'problematic' and 'conflictual' relations between host and migrant communities, and are rooted in cognitive models that are pursued through largely positivistic forms of research. Such research is commonly conducted through responserestricted questions that attempt to tap into the respondent's acceptance or rejection of either host or own culture.
A sophisticated version of this approach is found in the work of Navas and colleagues (2005 Navas and colleagues ( , 2006 Navas and colleagues ( , 2007 . In making a distinction between preferred and adopted strategies they introduce an element of contingency into the analysis, such that migrants are seen to adopt strategies differentially according to constraints such as poor language skills, and the situation that confronts them. This leads to the possibility that acculturation strategies vary across domains. In particular Navas et al (2005) assert the possibility that the workplace may be a domain of relatively likely integration because it represents less of a challenge to migrant's core values.
Moving on
These latter models reveal important aspects of the divisions between public and private domains, real and ideal situations, and the ways that these can change over time. However, despite their sophistication, extant models can be seen to reproduce overly static and de-contextualised accounts of acculturation. Participants are methodologically fixed into a restricted number of mutually exclusive positions (e.g. they can either integrate or assimilate). Such work typically relies on Likert-scale questions about cultural attitudes, practices, or identities, as well as questions about distress, life satisfaction and other measures of adaptation. It seems clear that these positions are supposed to point towards the same underlying attitudes within and across particular studies, despite their taking place in different socio-historical settings (Bowskill et al., 2007) , most particularly labour markets.
Further, such models are seen to assert the individualistic nature of the processes involved, glossing the socio-political construction of the meaning and value of acculturation. Assumptions that people of certain characteristics are likely to adopt certain options (e.g. perceived similarity between two groups increases the possibility of integration or assimilation strategies) ignores the potential influence of other factors, the context in which acculturation takes place and the dynamic nature of interpersonal relations. Locating the desire for, or opposition to, integration in the minds of individuals risks reifying the construct and shutting down the ways in which social practices serve to privilege or denigrate particular strategies, as well as placing the burden of adjustment on those least able to bear it.
Moreover, despite the welcome incorporation of context in Navas et al's (2005) model, the suggestion that different strategies might be adopted in a limited range of life domains (e.g. family, work, social relations) leaves the conception of context somewhat static. Even addressing the importance of intergroup relations draws attention to comparisons between the classifications assumed to be held by majority and minority groups. In this way differences and distinctions are reified and the negotiation and contestation over acculturation remains unseen. Consequently, what becomes important is what strategies different groups adopt, thereby neglecting the significance of the process itself, in particular how individuals come to identify themselves and what factors shape their way towards or away from certain strategies on a day to day basis. For us, the significant issue is how migrants arrive at and live their acculturation choices and constraints. This is a concern increasingly shared by others. For example the contributors to the special edition of the International Journal of Intercultural Relations (2009) all, in various ways, point towards forms of thinking and researching that attempt to transcend the perceived limitations of conceptions of acculturation offered by traditional models. To illustrate this point Chircov (2009a Chircov ( , 2009b Chircov ( , 2009c ) commends a return to the methods and conceptual frames of Thomas and Znaniecki (1918) . Through such work Chircov argues for studies that identify and illuminate the experiences and meanings of acculturative activity, in particular in interactions between migrants and 'representa-tives of the host society ' (2009b:102) .
A contemporary approach in this vein is offered by Bowskill et al's (2007) discourse analytic approach.
A Discursive Turn
For Bowskill et al the shortcomings of extant models are best overcome through a perspective that shifts to:
examining the global patterns of acculturation discourses as they are rhetorically configured to accomplish a variety of action-orientated, micro-level social actions. The focus is on the ways that particular accounts of acculturation are constructed to achieve particular argumentative effects (2007: 796) By this means the action-oriented negotiation and deployment of acculturation discourses is revealed. Further, Bowskill et al supplement the micro-level construction of these interpretive resources with a concern for a macro-level analysis which draws attention to power relations: …attention to local level discursive practices occurs in tandem with concerns over the pervasiveness of particular repertoires and what might be gleaned from this regarding existing power structures and the 'taken for granted ' (2007: 796) This approach presents a distinct challenge to the traditional typological approach outlined earlier. Through a focus on ordinary language and its effects it promises to deliver a fluid rather than a static conception of acculturation, allowing a close examination of the ways in which particular positions are accepted/contested. In this way positions are revealed as negotiated and reproduced rather than simply treated as preordained. The power of Bowskill et al's approach is well illustrated through their study of British print media debates surrounding the issue of faith schooling in the UK. Their analysis of press commentary illustrates the ways in which the banality of language served to privilege integration as the optimal response to diversity, while simultaneously denigrating other positions. Further, integration was often used synonymously with assimilative outcomes while assimilation itself was never directly alluded to. In their example, Muslims who were expected to integrate were positioned as current 'outsiders' to the assumed 'in-group'. This 'expectation' however served implicitly to position Muslims as subjects of simultaneously privileged mainstream requirements. In this fashion Muslims were pressured, insidiously, to conform to the 'moral good' of assimilation.
Drawing on the above, it might be assumed that migrant workers similarly find themselves being positioned and pushed by forces within the workplace in one direction, presumably towards integration. What remains to be explored is how this process takes place.
A Way Forward
In line with what has been suggested so far, a migrant's identity can be understood as an ongoing process of construction and reconstruction, a category of everyday experience used by individuals to make sense of themselves in a particular situation and in relation to particular people, who might be defined as 'similar' or 'different', 'us' or 'them'. Since identity is regarded as a process rather than an end product, the key question is not what it is but how it has been formed, retained and changed over time in the course of various experiences and what are the factors crucial to its shaping. In the context of the workplace this leads to a focus on significant actors and dynamic nature of employment relations within the workplace.
Daily interplay at work becomes the point of departure for exploring the ways in which differing groups of workers enact and contest acculturative outcomes such as whether to 'rub along' together or to adopt more distancing tactics. Such an approach offers opportunities for recognising the ways in which dominant and 'transgressive' positions are mediated and reproduced rather than being seen as givens to be 'read off' from actors. Also, the importance of the research context is highlighted, recognising that much sustained, regular, on-going relationship/interaction between migrants, indigenous workers, and others, takes place in a workplace where people bring in their perceptions, expectations and habits that can be reinforced, changed or mediated by others. What follows is an account of fieldwork designed to put this framework into action.
Method
Data has been generated by an extended period of participant observation and narrative interviews with Polish migrant workers in a local food processing plant (X) on the South coast of England. This plant was chosen as a site where large numbers of migrant workers, predominantly of CEE origin, are employed. In the contemporary discourse around 'new wave' migration Polish workers are commonly identified as the largest and most visible element of that influx. They are thus regarded as a suitable proxy for the migrant work experience. It is important to note that British workers form only a very small part of the shop floor workforce in X. In addition to Poles there are large numbers of Romanians, who were the first CEE workers to be recruited, as well as small numbers of Portuguese, and Bangladeshis.
Participant Observation
A focus on everyday encounters between actors in the workplace suggests forms of ethnography as a candidate for the research approach.
Access to the research site was negotiated and relatively unrestricted right of entry to the factory was granted. The first stage of data collection commenced on the factory shop floor and was conducted by the principal author over a period of three months. Observations took place across a number of departments throughout the shop floor and with different shift teams. During this time the researcher actively participated in food production and packing. This enabled her to work alongside co-workers from a number of different countries, as well as indigenous workers and managers.
Many migrant workers displayed an openness and enthusiasm for working and talking to the researcher who was perceived to be not only 'new blood' but also a link between them and the 'managers upstairs'. However, due to the physical attributes of the research setting (noise of the working machines) combined with the nature of factory work itself (working on the line) people's potential willingness to talk about themselves and the factory could rarely be utilised apart from short break times in the canteen. Consequently observation has been followed up by a series of interviews designed to pursue themes of interest. The field notes of the factory setting, rules of behaviour, and types of relationships people have with each other, as well as their attitudes and perceptions on certain issues have provided a rich source for contextualizing the interviewees talk.
Narrative Interviews
Interviews were conducted using narrative forms with a number of respondents. This form of interviewing was chosen due to its inherently social character, revealing personal experiences and broader patterns of institutional change:
The stories people tell, from such a perspective, are not isolated, individual affairs, but reflect and constitute the dialectics of power relations and competing truths within the wider society (Bron and West, 2000: 159) This technique takes language seriously and acknowledges it to be a medium of exchange. In this way the dynamics of migrant workers and their acculturative choices were revealed.
Preliminary Analysis
Early analysis confirms the expectations of our approach in revealing acculturative strategies of migrant workers that evolve as a result of new circumstances in which they find themselves. Individuals make a number of decisions, whether strategic or more reactive, in terms of their fitting into a new environment but these are always likely to reflect their current situation. Thus, even though an individual makes a particular decision, it may change as time elapses and new conditions prevail. How these shape migrants' acculturative choices will be illustrated by the story of an interviewee: Kasia.
Kasia
Kasia is a 25 years old university educated migrant from Poland. She came to the UK in 2006 together with her class mate who had already had an employment contract arranged with one of the agencies in Southampton. This was a largely spontaneous decision, on the back of a breakdown in a personal relationship. He promised Kasia to fix her up with a job once they got to England, but the reality turned out to be different.
He hadn't mentioned before that I would have to fight for a contract myself. I just came here completely unaware.
However, she quite easily found a job through a Polish recruiter who gave her a lot of papers to fill in and told her that an English language test would be conducted when she got to the factory. Then she was given the address. Kasia got to the place (a food processing plant), went through some medical examinations and passed the language test. After two days of safety and food hygiene training, however, she still did not know what kind of job she was supposed to do. On the third day she started having doubts.
So we put on those boots, coats and caps (…) when I saw myself in the mirror I couldn't believe it was me (…). We went downstairs and those people were like some ants…and we like aliens, as if nobody noticed us. But later we could feel that they were saying of us: 'O they are the ones who started with contracts straight away.' There was already that accusation of starting a job with the company instead of going through the agency first, like everybody else…When I saw the place I broke down, I completely broke down. For the first 3 hours I couldn't shake it off…During my first week I met a boy who lived in my village and I met him in X. And this is how my story began. …When I was calling my parents I was telling them that I worked in some Chinese factory. When you enter the factory you have to use that passageway with wires and you feel as if you were going to be executed in a moment or like in a prison where prisoners go for walks. For Kasia the beginning was a tough time. Line leaders did not let her do her designated job, there was no training, and nobody showed her her duties. So she was only cleaning around the lines, helping others and watching how things are done. The first day was a shock but she did not want to go home to Poland, she did not want to give up so quickly. Still, she cried every time she got home and kept calling her parents.
It was autumn when she started working in the factory and Christmas came quickly but she could not go home -the factory is always busy at Christmas time and employees are not allowed to take holiday until mid January. So she spent Christmas with a Polish friend, mainly crying on the phone when calling her family and friends back in Poland.
This migration cost me a lot at the beginning. Separation from my family, it was really hard time for me at the beginning. Christmas time was particularly tragic. When you can't take any days off and you can't go home for Christmas. It's been like that for three years, or Easter even for four years. This is the worst when you have to stay here for Christmas. But at the beginning, when I was alone at Christmas time, I thought I would go completely crazy.
Kasia feels extremely bad as a result of new circumstances she finds herself in and keeps coming back to the place she is comfortable with. She does it within limits of available possibilities -she cannot go home so she escapes by calling her family and friends who stayed in Poland. Her contact with Poland is now limited but that makes it more valuable.
Now, after 3 years, she is used to spending Christmas away from family. She met her husband in the factory and she is starting a new family with him so going home for Christmas is not that important anymore I think that I have acclimatized myself here. At the beginning of course I was scared of everything. I was afraid of going out…now I'm ashamed of talking about it but I was looking around on the street, I don't know, to make sure that nobody followed me. I had it somewhere inside of me that you have to be very careful, it was until I became accustomed to it. So it was very difficult at the beginning….but now it's ok. The only thing I would like to change is the job into something more developmental.
Later she comments:
By saying that I have acclimatized myself I mean that I have started feeling at home here, as if it was my place in the world. It started to feel ok, I started to feel good here. I love this town and I don't want to leave. It is beautiful. At some stage I just started to feel that this is my place, place where I want to be. It's not like I'm a Pole and I want to go back to Poland. No, I don't want to go back to Poland. I had been thinking whether to come back, save some money and come back, or stay for a really long time but I finally decided to stay because I feel good here. We decided to buy a flat here, to start our family here because England is not a bad country, right? It is a country of many opportunities and the only thing you have to do is reach for it. And I want to do that, I feel that I can achieve something here, more than in Poland because I have always wanted to speak English, to speak English fluently and I want to do something more to speak fluently. Because if I want to stay here permanently then I don't want other people to do things for me. I just want to be able to develop and live normally. I don't miss Poland, or my family that much, because even if you live in another city in Poland you can still miss your family, it is normal. I just do miss other places, because this place I have found is my place. I don't know what's going to happen in 2 or 3 years time. Now I know it's ok.
Here Kasia exhibits many of the concerns that a new migrant would express in moving to an urbanised setting in a new country, from a familiar rural context. She now seems to acknowledge a relatively settled existence, except in relation to the workplace, suggesting that she has been able to reach an accommodation with aspects of her life outside the workplace, but not within it. She elaborates this in more detail:
Generally speaking, X as a place where… right now I have that comparison, when I work with those managers from upstairs, those who manage the factory and those managers from downstairs…there is that difference in being well-mannered among those people, hmm in one's manner, generally speaking that self-preservation instinct of people who work in the office and those who work in production, on the shop floor…there is an enormous gap. Of course, not in all case because there are also well-mannered people on the shop floor, I can't pigeonhole people, but in majority…I'm not talking about those ordinary workers who work on the line, [and] pack; I'm talking about those who manage, about line leaders, team leaders, managers. This is how I see these things; that there is no respect for workers. Nobody talks openly about discrimination; and there is discrimination! There is no way they could excuse themselves that there is no discrimination. For example, one day…if we are talking about Romanians, majority of them are of the Orthodox faith, right? Their Easter was week after ours and when we had Easter people couldn't take any day off and in addition to that there were no agency workers because presumably they had been told they weren't needed. When Romanians had their Easter a week later, agency workers were not sent home while 5 Romanian workers from our team were allowed to go home. They always find some excuses, either lack of experience, or inability to evaluate situations properly, and how are we supposed to feel? Even if we don't have that day off you can always make some other arrangements. In another department, for instance, they could come earlier to work and leave at 2pm. Kasia recounted a number of stories in which the nationality of the participants was held to be a factor in their behaviour: …..my manager was mostly angry about the fact that I didn't accept everything he was telling me, that I was mouthing off. But it is impossible for me that somebody insults me and I keep quiet. He has no right. He can and I can't? Why? Because he is the manager and Romanian and I am Polish and his subordinate, right? This is how I see these things. But, hmm, I don't know why it is like that. Because the previous manager, he was English, and he really treated everybody equally. There were no exceptions. If someone did something wrong then the appropriate measures were taken against that person, no matter whether he/she was Polish, Romanian, English, Czech or Slovak, anybody… I think that it is as if there was a fight between Poland and Romania at X. Because there are a lot of Poles and a lot of Romanians. And, Poles also want to achieve something there, right? But Romanians are the ones who want to rule there, but Poles don't want to give up. Poles are very tenacious nation so there are many arguments, conflicts. But when majority of managers are Romanian…why don't we have a single Polish manager? Because Romanians always block Poles; because Romanian manager will never let a Pole make a mark, he will never let a Pole succeed or come to "power" that he has. Because then they would be equal, and it can never be! A Romanian is supposed be above a Pole. Interviewer: You also mentioned during our last interview that the only Englishman who works in your department is so obedient to the Romanian manager and that he is shaking in his shoes and that you are surprised with that behaviour. Why do you find it so peculiar? Kasia: Because he is English, he is at home, this is his country and I think that in such a factory, in such a place, an English person should be a manager, I'm not talking about those upstairs, but those downstairs who manage other people should be neutral, somebody who would treat everybody equally, who is objective. So far there was only one objective manager, he was English, others were very biased. But going back to that English boy who has been working in that department for 12 years, ehmm, I can't imagine that such a person ehmm his English is perfect, after all he was born here, and it is so easy to find a job here, it isn't difficult. If you have some skills and willingness to do something, you will get that job. So, I'm surprised, that an Englishman, young Englishman who would wear a suit and tie at work and do something really cool, he packs pies and is obedient to a manager who is Romanian and he is afraid of him; it shouldn't be like that! He is English! I don't know, maybe it is his lack of ambition, maybe he simply doesn't want it, right? But if I were him, I would never let it happen. I would tell them that I want to try, I would want them to offer me something better because it is my country so why should I be disadvantaged because of others? It is right that we come here and take jobs from Englishmen but on the other hand, as we can see from that example, I don't think they want that better job. Things in the workplace have also changed for her. She was offered to participate in a new project in the factory, but some problems endure:
I think I have worked out for me quite a good position in the factory because previously…I was Quality Assurance but now I mean, I'm still that QA but I'm not doing that job, I'm working on documents, there is that new project in X, I'm trying to work on those documents but my [Romanian] manager keeps disturbing my work. And the situation right now is that I really want to do that job because it is very interesting and it somehow develops my skills and he is trying to obstruct it because, I suspect that, it is because I'm not from his country, other nationals are trying to achieve something here. But this has not been done without fighting for rights and striving to change at least some of the factory behaviours. Her problems with supervisors and managers from the shop floor started straight from the beginning because they did not show employees any respect:
Promotion at work has reinforced
Let's treat each other like humans…but he [the manager] made me cry just on the shop floor (…) and I'm this kind of person who will never let other people of-fend or humiliate me…in some way he was doing emotional damage to me, he was making fun of me in front of other employees.
For her this is where all conflicts start because people do not respect each other. While some people accept the humiliation as long as they are paid for the job they are doing, she values honour more than money.
They don't have easy life with me; I'm not quiet and if I don't like something I just talk about it. I'm not going to sit as quiet as a mouse because I earn for living here. We are in the European Union, and I can work in its every country, and I shouldn't be discriminated against or treated differently.
Kasia has become an active trade union member and, together with her shop steward, she writes a lot of petitions and complaints about unfair and discriminatory acts that take place on the shop floor. Because of Kasia's increased contact with the managers from upstairs, her English has become more fluent and she has become proud of herself that she can organise everything on her own and she can say everything she wants to say. And she realises that it is very inconvenient for the managers from the shop floor.
They don't really like me, they would rather get rid of me (…) They think that what I'm doing now [new project] is unnecessary (…) they don't understand how important it is (…) They don't care about the project so they are trying to obstruct my work by not giving me time to do the paperwork.
Kasia feels that Poles are discriminated against by Romanian managers and therefore she does not see her future on the shop floor. Her ambition is to develop professionally and work in a place she feels good at, for instance in an office, and she feels she is on the right track for this. Working upstairs would enable her to learn idiomatic English. That would help her to live 'normally' in this country -to understand everything people say to her and avoid the embarrassment of misunderstanding, or to watch TV without checking words in a dictionary. These things are important if she plans to stay in the UK permanently. She has just got married and bought a flat. She would like to have a baby and if it is a girl she will name her Zuzia -her roots are Polish so the name has to be Polish as well. Kasia is proud of her Polishness, culture she was brought up and religion. She says:
I will never be one of them. I'm a Pole and I'm proud of my nation. I'm proud that we are so intelligent that we can come to a foreign country and speak fluently in their language, live normally here without any problems. This is what I'm proud of, more than I would be if I was an Englishman, for example. I'm not going to apply for a British passport, that's for sure. I'm proud that I'm a Pole.
Discussion
This story illustrates a number of important issues about the ways in which recent migrants negotiate their acculturation choices in the contemporary UK workplace. Among the familiar account of homesickness and the shock of mass food production, Kasia's account is suffused with notions of Polishness that she sees to be threatened. From the beginning she identifies differential treatment between Poles and others in respect of religious observance, as well as privileges offered to nonPoles such as overtime opportunities and line management opportunities. She tells a story of acclimatization however, in which she posits herself as becoming accustomed. Her primary focus here is on society in general and she makes a point of contrasting her acclimatization at home with dissatisfaction at work, complaining that her job is non-developmental. The role of other nationalities in this is paramount for Kasia. For her Romanians are favoured above Poles and all others. Interestingly her proposed solution to these problems is through an appeal to a supposed 'neutrality' and 'objectivity' of the British upper managers. It seems not to occur to Kasia that the upper managers might be complicit in the situation, deliberately promoting Romanians. We have no direct evidence of this although a conversation with a British manager during the observation phase suggested a preference for Romanians due to their compliance.
An important element at work in Kasia's story is a notion of normality. For her the learning of idiomatic English is a passport to functioning 'normally' in a land where, in contrast to Poland, '[there are] many opportunities, and the only thing you have to do is reach for it'. However, her own attempts at advancement have been mixed, due, in her account, to the hostility of Romanian line managers, 'they sometimes behave as if it was their factory'.
Kasia's story reveals a complex and contradictory set of discourses at work: common workplace strife is shot through with notions of identity, the assumed identity of others, and complex notions of normality. In contrast to the static typologies of extant theorising in this field what is revealed through the discursive turn is a rich picture of individuals struggling to comprehend and manage the pressures of 'being migrants' in the contemporary workplace.
Significantly, and in contrast to Bowskill et al, this workplace, at least on the basis of our present knowledge, appears to exhibit few explicit pressures towards assimilation. Indeed the management of the organization seem content with the status quo. Returning to the theme with which we began this paper the perceived character of Poles may be the key to this. In contrast to the 'threatening' Muslims of Bowskill's work we may perhaps see Poles as offering a non-threatening, indeed positive, alternative to British workers. In such circumstances organizational managements have no need for assimilative strategies. This is an early and speculative conclusion, and more work is underway to test its veracity.
